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EXECUTIVE SUMMARY

Mentoring has proven lItself a valuable tool In
develop!ng leadership sklils down through the ages and
therefore should not be lgnored. To assess the current
level of mentorling in the Alr Force a survey was glven to a
cross sectlon of Jjunlor and senlor level Alr Force officers.
The primary goal was to determine the prevalence of
mentoring and also pose the question whether a {ormal
mentoring program should be establlshed. The students of
Squadron Offlcers School, Alr Command and Staff College, and
Alr War College were surveyed, and were belleved to be a
valld repregentation of Alr PForce offlcer mentors and
proteges. 0Of the offlcers surveyed approximateiy 40% stated
they were mentored and 32% stated that they had mentored
someone else. The vast majorlty concluded that they did not
want a formal mentoring program, but felt that Informal
mentoring was acceptable and should contlnue. Over half of
the Junlor oft cers concluded that there should be sgome
level of educatlon and tralning about mentecring. The view
of the authors (based on thelr research and the survey data>
concluded that mentoring I3 a valuable asset to any
organization and will play an even more |
the Alr Force ot the future, Thus, because of the potential
beneflts, the Alr Force shouild serlously conslder Iincreased

educatlon about mentorling and the role {t can play In

developing future leaders.
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CHAPTER I
| INTRODUCTION
"SHOULD THE AIR FORCE ESTABLISH A FORMALIZED

MENTORING PROGRAM?*

|
|
|
A - “Man for man one divislon is Just as good as

another-they vary only In the skill and lead-

ershlp of thelr commanders."

] -~ Gen. Omar Bradley (31:26)
|
|

Though some might contend that fighting units may
not necessarily be on a par wlth each other, there Is no
dlsagreement that Jeadership iIs the single ingredient that
overwhelmingly determines the success of any organlization.

‘ Where do you galn the skill to be a leader? One of the

great leaders from World War II stated It this way.

‘ "Whatever ablllity I have shown or shall : ow

as a soldier Is a result of a studlous .. deavor

!, |- to copy the greatest American soldier, namely

? ‘ yourself (Gen. John J. Pershing). I conslder
it a priceless privlilege to have served wlth
1
i you In Mexlco and France".
i
|

-Gen. Dougias MacArthur (16:5)




Progressing through his or her career the offlcer’s
skillg deveiop by varylng degrees In three (3) areas;
technlcal, Interpersgonal, and conceptual. Technlcal skllls
relate to the academic, functional, and operational
preparation relative to an indlvidual’s gpeclalty.
Interpersonal skllls refer to the faclllity with which the
offlcer supervises and works wlith others. Group Captain R.
J. Cocper, Canadlan Forces, capably characterlzed conceptual
skllla as follows: *Conceptual skills concern the
Intellectual capaclty that enables an offlicer to think and
act within a global frame of reference, effectliveiy
coordinating all facets and functions of the organlzatlon
for the greater good of the whole."(6-41)>

For the senlor member, and especlally the senior
mempber at the executlive level ot the organization,
conceptual skllls are the most crlitlcal for success, wlth
interpersonal skillg remalnlng important. There lIs little
argument that the quallty of leadership determlnes the
success of an organlzatlon. If this 18 so obvious, then It
ls perhapg even more obviocus that the tralnlng and
deveiopment of an organization’s leaders should be a top
priority.

Academic and formii approaches work weji f{for
technical training, and to a lesser extent for development
of Interpersonal skllls. However, the teaching of

conceptuai skills s not easy and |8 usually galned via




experlences and contextual sltuations that develop strateglc

declsion-makling ablllitles, Mentoring 18 a means of
imparting the necessary conceptual skills to the Alr Force

acfficer corps.

The Alr Force does emphasize leadership, but
primarily from an academic apgroach only. That is,
leadership Is a part of the professional millitary education
(PME> currlicula at each of the Jjunlor, Intermediate, and

gsenlor offlicer leveils. There are presently no structured

. 3 T

experientially based leadershlp deveiopment programs for the
Alr Force offlcer corps. Offlcers develop leadershlp sklils
| through develogpmental and nurturlng experlences and these
| experlences are typlcally determined or created by the
senlor leaders of the organlzatlion.

Effective leadershlip development {s a long-term
process that beglns early and contlnues throughout one’s
career, However, the practical leadership development of
P Junlor officers is at the mercy of those senlor to them.

This is true not only because the sgenlors determine the

gfi Juntors’ environment, but also because the senior officer
- cadre s the segment of the organizatlion that understands
§f| the organizatlion and Its mission. Moreover, It Is from
these senlor leaders that the junior learns the values and.
herltage of the organlizatl .n.

So then, f leadership development Is critical for

organlizatlional success, and senior leadership development is
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FERIPENY S

acqulred experlentlally, and {f mentoring is a viable means
for developing executlive leadership, should the Air Force
take a gerious look at establishing a structured or
formallzed mentoring program?

Mentors are typlically senlor members of an
organization who take an active interest In the development
and career success of a Jjunior member, calied a protege,
Mentorling (sometimes termed mentorshlp) ls by no means new;
but mentoring as a leadership/career development tool |is
recelving Increased emphasis In all sectors of society. The
mentor-protege relatlonship is clocer than that of
guper lor-subordlnate, [n that there s a viable level of
mutual! trust and rlisk-taking for both members of the
relationshlp,

The beneflts of mentoring are far-reaching,
Including rewards for the organizatlon and the mentor, as
well as for the protege. Obviously, the potentlal benefits
to the protege of a relatlonshlp wlith an Influentlal senior
can be career l!lfe-glving. Thus, the aspliring young officer
that has a sgupport system Including such a perscn may
potentlally climb higher on the ladder of success.

Mentoring Invelves teachina, coachling, counsellng,

protecting, motivatinag, sponsorling, facllitatlinag, asalating,

advising, and serving as a role mode! for the Junlor member.
The range of mentoring functions [s rather broad. These

range from Iinformatlon glving, such as guldling through the
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"unwritten" rules of the organization to the highest levels,
such as sponsorling or bufferlng.

Mentorling 18 not cronyism or a buddy system, and not
necessarily a relationshlp based on friendship, though a
possible consequence of the mentoring process. Mentoring is
a one-on-one Informal relationshlip wlthin or outside the
organlzational/supervisory chaln whereln the seasoned member
assists In ways that only a mentor could. Of course, the
relationship s not only voluntary, but usually stimulated
by some psychologlcal "chemistry" between the mentor and the
protege. That lg, the mentor-protege relatlonship results
basically from mentor Initlatlon and sustainment by both
partners,

To some extent, mentoring is a part of the culture
of virtually every organlization. Many leaders conclude that
a mentor (or several mentors) contributed Instrumentally to
thelr career -wccess, Addlitionally, 1t 1s suspected that
many such leaders would say a mentor would have been
valuable to them durlng the early stages of thelr career!
Furthermore, It |[s reasonable to assume that mentored
leaders are more llkely to mentor those Jjunlor to them; and
gsome would even acgue, that mentorling Is often cruclal for

survival, and vital for leadershlp success.




DEFINITION

Mentorling includes a varlety of behaviors. They are
(a)> role modellng, (b) teachlng, {¢) gulding, (d’ advl!sing,
(e) coungellng, (f)> communicating, (g) motlvating/coaching,
(h> valldating (J) protecting, and (k) sponsoring.,(1%:33-35)
It 1s apparent that the range of mentoring functlons Is
expansive and may be sltuated along a mentoring lntenslty
spectrum with role modelling being at the low end and
spongoring belng at the high end.
The "teacher" assists the protege with functlional
skllls necessary for Job success. A Yrole model" s a
person the protege desires to lammltate or "copy" as Patton
spoke of Pershlng. The role model !s an indlvidual who
posgesses the tralte or auailties most desired to duplicate.
“Teachlng" is Imparting knowledge concernlng the protege’s
functlieonal responsibilities or the organizational mission
that enables the protege to not only better understand
his/her role, but al=zo, to more cleariy see the connection
between hls/her contributlion and the mlaslon. "Guiding" the
newer or Junlor member through the "unwritten" rules and
Informal aspects of the organization ls vital to success at
any level, but |3 most definitely Important upon entering
the hlgher organlizatlon levels. "Advising® I3 that function
In regponse to the protege’s search for the senior member’s

extensive experience and competence. Seeklng advice 1lIs
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probably the stimulus for most mentor-protege relatlonshilps,
if the “chemistry" Is right between the two Iindividuals
ceoncerned.

*Counseling" s the emotlional support a mentor
provides In times of stress or difficult declsions, The
counseilor |istens to the protege’s concerns and also helps
clarlfy goals. The "communication" |Is the element of
mentoring, which opens salgniflicant lines of communicatlion
for exchange of |deas, concerns, plans, etc. with senlor
leaders. “Validating" or endorsing the protege’s goals or
ambitions Is Important reassurance to the Jjunlor = 'mber.
*Motlvatings/coaching" Is viewed as personallzed stimulatlion
toward actlon. or encouragement along the way towards those
goals or asplrationns. This personallzed stimulation could
be a “klck In the pants," as well as a "pat on the back."

“Protecting" and “sponsorlng* are the
hligher-spectrum mentocing funcitlons that embody rlisk-taklng
by the mentor. “Protecting" Is providing a buffer for the
protege to take risks, particularly In executing some plan
or making declslions. The "protectlion envelope® permits the
protege to act without the fear of fallure and even to fail
without beling defeated. Because the ‘sponmoring" function
is more sensational, some use the terms sponsorling and
mentoring Interchangeably. The *“sponsor’s" Influence Is

brought Into play to facilltate a career opportunity for the

protege. This career opportunity could be an assignment,




promotion, training, Job, or other avenues that boost one’s
career. Many negative perceptlons abound cencerning thils
level of mentoring, from "free ride' to "brown-nosing.'
But, upon cleoser Inspectlilon, one will llkely find that what
happens after the "spopsor" opens the door, le left up to
the protege. Of course, the mentor would likely be cautious
and dellberate Dbefore sponsoring someone; and such
risk-taking by the mentor would be based on a high level of
confldence In the protege <(called mentee by some
researchers).

The mentoring functions do not necessarily work
Independent of each other, nor are they all present In a
mentor-protege relationshlp. There s no common agreement
as to how long the retationship exlists before It quallfies
as a mentor-protege relatlonshlp, Some estimate one-year,
or two-year tlme frames. Kram, In her research found that
the mentor-protege relatlonship averaged 2-5 years.(i8:70)
However, 1t 13 easy to see why each relationshlp will have
Its own minimum time for mentor-protege relationship
development. The variabies |n each gltuatlion are many -
from dlifferences In organizatlonal norms, to the personal
ldlosyncracles of each potentlal mentor and protege. The
bottom line ls at the polnt when the mentor takes an actlve,

aupportlive interest, and when the protege acqulres adequate

trust in the mentor.




QUALIFICATIONS OF A MENTOR

A potential mentor must be competent, capable,
experlenced, and very secure psychologlcaliy. The mentor
voluntar!lly assumes some responsibllity for scme aspect(s)
of the protege’s personal or professional development. That
{s, the mentor Inltiates the relatlonship, and ls the source

of 1ts on-golng momentum.

IN SEARCH OF A& MENTOR

Findlng a mentor Is somewhat 1lke flnding a mate -
the relatlionship "clicks* or 1t does not. Different
individuals have dlifferent capabillities and different power
basesg, and therefore bring varyling capabllities and
Interests to the relatlionship. Likewise, potential proteges
have varying needs (at different times). There is rarely a
perfect mentor who 1s able to mentor along the entlre
spectrum of mentoring functlons, So, the suggestion Is to

look for several mentors - dlifferent mentors perform

different functlons at the higher levels of confldence.
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WHO GETS MENTORED
Proteges attract mentors” attentlon or Initiate the
relationship. Several reasons are glven as to why mentors
select proteges(11:481):

1. goovd performal-ce

2. rlight soclal background
3. know the offlcers soclally
4, look good in a sult

5. socially simllar
6. opportunlity to demonstrate the
extraordinary
7. high visiblllity
Potentic¢] proteges are well-advised to go slow.
Advice-Seeklng 1s the only mentoring functlion that the
protege can initlate. When seeking advice, the well advised
protege would take advantage of opportunitles to communicate
personal goalg and asplrations - tempered with humility.
Such a balance of enthuslasm and humlllty appeals to

potential mentors.

BENEFITS OF MENTORING
“The most [mportant aspect of mentoring Is value
transmittal. It ls the mentor’s task to instill in those he
or she touches, the concepts of belng a professlional, with a

commltment to standards of performance that are

10
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self-enforced, self-restralned and self-sacrlfliclial, loyalty

down and duty £irst,"(27:77>

It Is also belleved that mentoring lIs extremely
critical to the psychosoclal development of men, and greatly
Influences commltment and self-lmage.(11:475) It ls durlng
the early career stages, when the protege searches for a
career or llfe goal, that the role model mentoring function
will likely have the greatest |mpact on commitment to the
organization. The sense of belonging Is also magnified.

The organlzatlion, mentor, as well as the protege
benefit from mentoring. The mentor benefits in a variety of
ways. The Intrinsic satisfactlion of helping another reach
hls/her gecals Is an inherent benefit t5 the mentor. The
mentor also galns In respect from the junior member, and
Increases his/her netwock within the organizatlion. This
network of grateful and falthful followers enhances the
mentor‘s Information and power base.

The organizational beneflts of mentoring are
signficant. A pool of talent |s developed. This contingent
of capabllity expands and prollferates effectlveneas at
succeeding levels In the organizatlon, Mentcering helps
Integrate career and famlly responsiblllities. Mentorlng
makes use of the older aegment of the organlization and
mentors have a hollstic effect on proteges, and as a result

the organlizatlon galns an enrlchened worker. Addlitionaily,

11



morale |s frequently Improved because of the personal
Involvement and concern.(7:37)

When consldering an Individual for assignment of
increased responsibiilty, mentors will be famillar with the
proteges’ strengths and weaknegses. Thus, they will have a
better Iidea whether the Individual wlil succeed In a
particular posltion. It 13 algso professlionally rewarding In
that the mentor s responsible for developlng talent.
General W.L. Creech, during his 1989 lecture to the Air War
College, stated that, "the first Jjob of a leader is to
develop new leaders." Mentors enhance thelr esteem with
peers and superlors allke, and accelerate thelr

promotablllity by developing thelr replacements.

U.S. ARMY AND MENTORING

The human side of combat direction is obvlousiy
critical at all levels: small unlt to theater combat. The
U.S. Army has always emphasized this el=ment of leadership.
Of the services the Army may be the cioggest to
Instlitutlonalizling mentoring. Army Fleld Manual (FM) 22-101,
Leadership Coupgeling, afflrms that effectlve leadershlp isg
the Army’s key to success In training and combat.(30:2) A
definlitlon of leadership |s superfluous here, but one can
hardly pass over this "nugget® In FM-103, Leadership and
Command at Senlor Levels. "...But, above all it is the art

of taklng a vislon of what must be done, communicating It in

12
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a way that the Intent [s clearly understood, and then beling
tough enough to ensure lts execution."(31:6) The center for
Army leadership, a major Instructicnal department of the
Army Command and General Staff College at Fort Leavenworth,
is the U.S.Army focal polnt for leadership doctrine and
tralning.

Army Phamphlet 22-103, Dfflcer Evaluation Report I
probably the closest directlve leading toward
Institutionallizad mentoring. A subordinate ltem lncluded on
the support form as one of the obJectives ls to "mentor and
teach young soldlers."(30:87) Whereas there !s no real
regulation that mandates mentoring, <counseling Iis a
requlirement. The counseling requirement Includes each
Junlor officer and hls/her supervisor. Th!s scheme beglns
with the lleutenant and contlnues upward to the lleutenant
colonel rank.

By deflnltlon, this counseling regime may not be
mentorlng In the strict sense. However, thls formal process
does provide a forum for Increased communicatlion, feedback,
advice, and vocallzatlon of asplratlens, concerns, and
ambitlons. Mentoring, as we’ve discussed earller, Is a
close, supportive relatlionship between the senlor and Junior
members which operates along a falrly broad spectrum of

mutual trust and risk-takling.
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AIR FORCE INSTITUTE OF ™ECHNOLOGY (AFIT> RESEARCH STUDIES

Two AFIT theses have previously looked at mentoring
In the Alr Force offlcer corps. The authors were Capt Ueker
an.l Capt Lewandowsk!] .(29:24) These unpublished reports were
completed In 1984 and 1985, respectively, and lnvestlgated
(a) the prevalence of mentoring In the offlicer corps, (b’
mentoring and career progress, and (¢c) career progress
satigfaection, and mentoring functions.(21:25)

Lewandowsk! and Ueker were not permitted to survey
officers outside of Alr Unlversity, and thus resorted to
sampling the Air Command and Staff College (ACSC), and Air
War College (AWC) populations at Maxwell Air Force Base,
Alapama. These were veiy useful sampllng groups, and more
will be sald later about this In the "Methodology"and
“Analysis" sections.

This research project wlll enable an
update/comparlson of the earller AFIT research, and more
Importantly wlll survey attltudes and opinlong about whether
mentoring should be formallzed.

U.S. AIR FORCE AND MENTORING
The new Offlcer Evaluation System (AFR 36-10D
directs that company grade offlcers (captain and below) be
counseied by thelr respectlve reporting offlclals
(supcrvisorsy at least sgemliannrually, This informal

counseling process Includes - FPerformance Worksheet that

14




deccuments the discussion from each pergpective, and Is not

part of the officlal file. So, counseling sessions for
Junlior offlceré are now mandated, rather than Just guqgested
as In the previous edition of the regulation.

These counsellng sesslons are very close to the
mentoring function, but the Ajir Force seems to be most
retlcent In talkling about mentorling at any level. The Army
conpleted a masslive Professlional Development of Officers
Study (Bagnal et al)l Including a comprehenslve survey of
the entire offlicer structure. Regretfully, Alr Force
surveys concerning this subject are permlitted only wlthin
academic clircles,

The Alr Force Cadet Offlcer Mentor Actlon Program
(AFCOMAP) is a voluntary Reserve Offlicer Trainlng Corp
(ROTC) mentoring organization that sgpawned from a simllar
Army ROTC setup. AFCOMAP describes its mission and goal:
"The mission of AFCOMAP |s MENTORSHIP. The gual 1s to
STRENGTHEN FUTURE AIR FORCE LEADERS THROUGH MENTORSHIP.®

(34:1>

FORMALIZE MENTORING?
Earller we spoke of some of the organlzatlonal
benefits of mentoring. These Included ldentlflcatlion and
development of a talent pooi, enhanced morale, |ncreased

communicatlon, and so on.

15




Some organlzatlonsg have formallized the mentor role,
anc expect the mentor to suggest and advise "fast track"
recrults on career success matters. Examples are the Jewell
Company, Bell Labs, and some departments of the U.S.
Government. Senlor Executlve Service candidates are
asglgned an lncumbent as an advisor. Under the Presidentlal
Management Intern Program (PMIP) each lntern Is assligned to
a hligh-level career management offliclal for supplementary

counsel .

RESEARCH OBJECTIVE

The objective of thls study lIs to determine the
feaslbllity of establishing a formal mentoring program in
the Alr Force. This would be done by using a system, such
as an offlcer career development program, which would
identlfy a menter for each Junior offlcer. The mentor would
provide stimulatlon as necessary for the Junlor offlcer to
grow and become a more effectlve leader and professlonal

officer.

16
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RESEARCH QUESTIONS
1. What iIs the prevalence of mentoring in the Alr
Force?
2. What is the correlation between mentored
offlcers and career progress/satisfaction?
3. Where was the mentor organizationally, and what
were the roles played by the mentor?

4. Should mentoring be formallzed?
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CHAPTER II
METHODOLOGY
SCOPE QF THE STUDY
The scope of thls study encompasses the
inveastigation of the feasibllity of a formal mentoring
program in the Alr Force, Under this concept, a system
would be esgtabllished <(posslbly Included In the Officer
Evaluation System) whereby each Junijor offlicer would be
ldentified with a mentor. This mentor would aid in the
professional and leadership development of the protege, the
Junior offlcer.

The motlvatlon for this study stems from the desire
of the researchers to evaluate a system which would ald in
“Improving" the guallty and leadership abl:lty of our future
Alr Force leaders.

Since It was impossible to survey the entire officer
corps of the Alr Force the decislon was made to survey
genlor offlcers such as wing and base commanders, AWC
gtudents, ACSC students, and Junlor offlcers from 30S5. The
senior offlcers were selected because of their demonstrated
career success. The AWC and ACSC students come from the top
5% and 15% of the Alr Force respectively, sid many came from
commander or Ssenlor leadership positions. The Junior
offlcers of S0S were chosen because they are a crogs section
of the Ailr Force and would glve a valld protege’s

perspective of mentoring.
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Unfortunately, Alr Force policy does not allow

surveys of wing and base commanders, or general cofflcers;
therefore, we were unable to recelve Inputs from them.
Permission was recelved for the surveylng of Alr Unlverslty
(AU> students and faculty. The faculty was included because
they, for the most part, are all prlor students and/or have
held leadership poslitlions before belng selected as
instructors at one of the AU Institutlons.

Dual surveys (appendix A, B) were deslgned to
separately poll senlor and Junlor grade officers, Each
confidentlal blind survey required about 15 minutes to
complete and provided for the respondent’s written comments
as desired.

For the purposes of our survey the followlng
definitlons were used.

MENTORING: A supportlive relationship between a
genlor and junior member of the organlzation
wherein the sSenlor member counsels, coaches,
teaches, or provides feedback to the Junlor
member almed at career and/or personal
development.

MENTOR: The senlor member of the relatlonship. A
mentor may be Inslde or outglde of the
organlzation/supervisory chaln.

PROTEGE: The Jjunior member of the relatlonship.




survey jostruments

Demogt aphic sectlon captured bagic data such as
rank, sgex, race, gource of commission, and aeronautical
ratlng., Additionally, assignment and promotlon patterns for
senlor offlicers were collected,

The "Protege" section endeavored to examine the
mentor relationshlip Irn more detall, Inciuding (a) prevalence
of mentoring, (b)) time perlod, (¢) locatlon of mentor, (d)
career Ilmpact and (e) the roies played by the mentor. The
final questions (#24, #25) vere directed at those who did
not report having a mentor.

The "Mentor Sectlon" of the survey wag designed to
assess (a) the prevalence of mentoring among the target
populations and (b> impact of the mentor-protege
retatlonshlp on the protege’s career and professional
growth.

The final section "Formal or Informal" was almed at
asgessing attitudes whether to <(a) egtablish a formal
mentoring program, or (b)) remaln Informal.

A total of 200 sSurveys were glven out to AWC
students and faculty with 145 returned for a percentage of
72 1/2. 176 surveys were lsgsued to ACSC students and
faculty with 122 returned for a percentage of 69.3. 320

surveys were lssued to S0S siudentas and faculty with a

return of 292 for a percentage of 91.2,.




Eal

CHAPTER I1i

DATA ANALYSIS

The purpose of this chapter ls to present a report
of the research findings as a result of thls study. This
will Dbe accomplished by examining each of the research
questlions, Individually, based upon the results of the
surveylngyg of AWC, ACSC, and SOS students and faculty and the
indepth review of llterature concerning mentoring. Final
concluslions and recommendations, based upon the analysls of

the datz, will be presented in Chapter IV.

Regearch Questiona
I =zearch Questlon Number One
*What Is the prevalence of mentoring In the Alr
Force?"
The Initial analyslis of the data showed that 27.1%
of Alr War Colliege, 33% of Alr Command and Staff, and 45.3%
of Squadron Officers School had mentors at some time during
thelr careers. To determine [f there were any particular
demographlc reasons for this finding, the senior offlcers
results from AWC and ACSC, were cross tabulated. The

foliowlng results were fourd:




General 1 o
Colonel 6 16
Lt Col 16 45
Major 32 65

Totai 1! 126

The flftv tive senlor officers having a mentor
totaled less than one third or 30.4 percent ot the senlor
officers survevyed.

Other demograpalc Infermatlon analyzed was sex,
race, gsource of commission, and previous asslignments. These
broke down In the followlng way. Of thu fifty flve officers
having mentors 89.1% were male and 10.9% were female.
Caucas!ans made up 90.9%, 3.6% were black ard the rest were
elther Hispanic or other. The source of commission for

these offlcers were as follows:

Alr Force Academy - 12 (22.7%
Offlcer Tralning School - 17 (32.1%>
ROTC - 20 (37.7%)
Other -_ 4 ¢ 7,9%)
Total 53 (100.0%>

The aeronautlical ratling of those having a mentor was

25.9% pllots, 13% navigators, and 61.1% non-rated.
Of the 265 junlor oifflcers surveyed 120 sald that
they had been mentored for a total of 45.3%. This was a

slgnficant rise in mentorlng comparea to the senior ranks.
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Al. 0of the respondents were captain (except one) and there
were 104 males and 16 females. Other demographic data was
as follows:
Race
Cau - 107 (89.2%) Black - 5 (4.2%)
His - 7 (5.8%) Other - 1 ( .8%)
Commissioning data
Alr Force Academy - 13 (i0.8%)
Offlcer Tralning School - 41 (34.2%)
Regerve Offlcer Trainlng School - $3 (44.2%)
Other - 1 (.8%)

Reronautlical Rating

Pliot 25 (21.0%)
Navigator 9 (¢ 7.6%)
Non-rated 85 (71.4%

0f the 17! senlor offlcers who responded 57 sald
that they had also been mentors. This was again
approximately one third of those belng surveyed. In the
Junior officer survey 81 out of 257 said that they also had

been a mentor for a percentage of 31.5%.

Summary

The data states that almost a third of the senior

vfficers and almost half of the Jjunlor offlcers were
mentored. Those 3tating they had been a mentor were 33% of

the aenlor officers and 31.5% of the junlor offlicers.
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Research Quegtion Nuisber Two

"What Is the correlation between mentored offlcers
and career progress/satisfactlion?"

Of the 55 senlov offlicers who had been mentored 27
percent stated that they were ahead, 70 percent felt that
they were meeting, and 7.3 percent felt that they were
behind thelr career expectatilons. This almost mirrors the
data from those who did not have mentors, In that, 11.1%
feit they were ahead, 70.6% meeting, and 17.5% behind Iin
career progress expectatlons, Those same offlicers when

agsked if they had any below-the-zone promotions resgsponded as

follows:
Major i0 (18%
LtCol 7 (13%
Colonel 0

None 38 _(69%)
Total 55 (100.0%)

When asked about the Impact of mentoring on their

careerg the vast majorlity (88%) gsald that mentoring had a
medecate to glanflgant lmpact.

On the opposlite slide of the question, of those
genior officers who dld not have a mentor, 31% sald that
this nad pegatjvely affected thelr carser progress.

The previous assignment- of the respondents had very

little signficance In the compllatlon of the data and will

not be dlacussed.
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0f the Junlor offlcers surveyed, 89% felt that
mentoring had had a moderate to signflicant impact on their
careers. A slgnficant statistic Is that 60.7% of those not
having a mentor, stated they would have desired a meptor.
Of thls same group only a small percentage (8%) said that

thle lack had negatively effected thelr careers.

Regearch Question Number Three

"Where was the mentor organizationally and what were
the roles played by the mentor?'

The survey sought Information regarding the mentor’s
location organizationally. The following data 1s from

Junior and senior offlcers who were mentored themseives:

a. lmmedlate supervlisor 99 55%
b. squadron comnander 36 20%
c. wling commander 15 8%
d. general offlcer 8 4%
e. outlside supervisory chaln 23 13%

The survey also analyzed the role each mentor played
in helping his protege. The survey asked the partliclpants
(junior and senlor officers) to rate to what extent : ich
role was played by thelr mentors. The followlng data
combines the Jjunlor and senlor survey responses for each

mentoring role percelved as having a moderate or slgnlflcant

Impact upon the protege.
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number selecting percent

teacher 146 B2%
gulde 128 73%
advisor/counselor 150 85%
sponsor 74 42%
supporter 130 73%
facllitator 96 54%
motlvator 142 80%
protector 90 51%
rcle model 152 86%
communicator 112 63%

It Is obvious from these responses that the role of
a mentor took many forms in helping each offlcer with

his/her career.

Research Question Number Four

"Should mentoring be formallzed the the Air Force?"
The final =ection of the survey Iinstrument provided
the data to answer thils questlon. Seventy four percent
(74%) of the officers, both Jjunlor and senior, when combined
concluded that a formal mentorlng program was not necessary
at this time. The data also concluded that Jjunlor oftflcers
shouid not be assigred a mentor.
Finally, the whole group was asked [t mentoring
should remain Informal In the Air Force. Elghty percent

said overwhelmingly, "vyes"; but fifty seven percent

26




5 determined that the Alr Force should implement a program of

educatlon and information about mentoring.

r - e e e ———
L e T e NI - o e .. cophpeman mar-



Te

CHAPTER 1V

CONCLUSIONS/RECOMMENDAT [ONS

The conclusion c¢f cur study found that mentoring is

going on In the Alr Force and, although not wldespread, Is

having some gratifyling results. Approximately forty percent

(40%) of all offlicers surveyed were mentored during their

Alr Force career.

Thls mentoring prevalance in the Air

Force closely parallels Uecker’s AFIT research finding of

42.2%.¢(29:45) Thirty two percent had alsc mentored someone

else. The

prevalence of mentoring based on this

cross-gection of offlcers seems to be on golng, but not
necessarlily overwhelming In lts frequency.

Of the 449 officers whose results were complled 150
or elghty nine percent of those mentored felt that mentocing
had had a moderate to signflcant impact on their career. In
the senlor ranks 180 of those had recelved below-the-zone
promotions, bhut only flfty five or thirty one percent(31%)

were mentored. Over two hundred and flfty <(approx. 60

percent) of the offlcers

wished they had had a mentor to

PR I
eve& 1 opmenc .,
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help with thelr ¢ reer and professional
The feaslbllity of a formal Alr Force mento: ing
program was feltl unnecessary by seventy four percent (74%)

of the respondents, On the other hand, over half of the

n




officers felt that a program of education and/or Information

should pe Implemented.

Even though the results cof the research shows that
the majority do not want a formal program, the researchers
still beljeve that there 138 sufficlent Indlcation of the
beneflts of mentoring that some type and level of program
should be Implemented. This bellef Is based on discusslons
with senior officers and the llterature review which clearly
shows that there Is much to be galned from senior leaders
Imparting thelr ldeas, expertise, and guldance upon future
leaders. Mentor]ng will be of even more signficance when
the Alr Force becomes a smaller force (and It surely will)
and more rellance on professional abllitles and leadership
skills 18 demanded,

At the beginning of this paper the questlon was
asked whether the Alr Force should serlously conslder a
formallzed mentoring program aimed at effectlve ieadershlp
development . We’ve already looked at some curlous data.
For example, 89% of those mentored officers felt that
mentoring had had a moderate to slgnlflcant Impact on thelr
career. O0Of those not having had a mentor 60% responded with
a deslire for one. On the other hand, 74% of those surveyed
disapproved of a formallzed mentoring program, Then again,
almost two-thirds of those surveyed agreed that the Alr

Force should educate and Inform about mentoring.
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Based on the wrltten comments receilved in the
survey, there are numerous mlsconceptlions about mentoring,
and there 13 cleariy a need to inform and educate about what
mentoring, I=s, 1s not, and its beneflits. Incldentially,
such mlisconceptions are not limited to junlor offlicers.

Also uncanny i3 the formal Alr Force position on
mentoring contrasted with the personal vlewpolnts of senior
ofticers surveyed. Invarliably there !s agreement, on a
private level, that consistent mentoring can be useful 1in
deveioplhg |eaders, But, offlclial c¢hannels seem to
dlscourage discussions about mentoring. when the
regearchers sgSocught to lnclide wing commanders in thelr
survey population the Milltary Personnel Center dlsapproved
on the basls that "wlng commanders are not typically
surveyed, and mentoring 1s not an establlshed program.”

Does the Air Force avoid the subject because its "too hard
to do?"
This research polnts out several pertinent factors:
a)> Mentoring In the Alr Force exlisty;

b) There ls substantlial lIntecrest In mentoring

at both junlor and senlor offlcer levels;

c) Educatlon and information about mentoring

Is warranted;

d) There 1s offlclal hesltancy to dlscuss

mentoring.




Presently, there 1s no formal program or Indlcation
that the Alr Force |s conslidering the subject of mentoring.
However, based on our research |t does seem that the time
has arrlved for the Alr Force to stop i1gnoring the subject

and at l!east educate and Inform Its people of what should be

a slgynflcant and positive Influence on Its future leaders.
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_ 2. Are you maie or femaie?

Appendix A: The Survey Questlonnalre uged
for Alr War College and Alr Command and Staff College

A CONFIDENTIAL SURVEY OF SENIOR OFFICERS TO DETERMINE THE POTENTIAL
OF DEVELOPING A MENTORING PROGRAM IN THE AIR FORCE

Alr University Survey Control Number: 90-07 (explres 7 Dec 90>

SURVEY PURPOSES: - Determine extent of mentoring in the Air Force
- Galn respondents’ |nsights concerning mentorlng
- Determine feasibillty of an AF mentoring program

DEFINITION OF KEY TERMS

1. MENTORING: A supportive relatlonshlp between a senior and
Junlor member of the organizatlon wherein the senior member
counsgsels, coaches, teaches, or provides feedback to the Junlor
member almed at career and/or personal development.

2. MENTOR: The senior member of the relationship. A mentor may
be lnside or outslide of the organlzatlon/supervisory chaln.

3. PROTEGE: The Junior member of the relationship.

INSTRUCTIONS: Thank you for participating In thls research effort.

A. TIME REQUIRED: Approximately 15 minutes

B. ANSWER SHEET: Name and SS5AN not required-mark responses only.
Carefully transfer vyour resgpongses to answer sheet using number 2
pencl]l and place answer sheet Iins!de of survey. Some questions may
have more than one answer.

C. APPLICABLE: To USAF offlicers only.

i. What is your current rank?

a. General officer

b. Colonel

c¢. Lleutenant Colonel
d. Malor

a. male
b. female

3. Race/ethniclity?
a. Caucaslan

b. Black
c. Hlspanlc
d. Other
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4, Source of Commigslon?
a. AF Academy
b. 0TS
¢. ROTC
d. Other
5. Aeronautical rating?
a. pllot
b. navligator
c. non-rated
6. What 18 your current assignment?
a. Headquarters USAF or hlgher
. MAJCOM
c. NAF/DIV
d. Wing or below

7. What was your previous assignment?
a, Headquarters USAF or hligher
b. MAJCOM
c. NAF/DIV

d. Wing or below

8. Have vou received any 'Below-the-2one® Promotions? (circle all
appllcable)

Yes, to major

. Yes, to lleutenant colonel

. Yes, to colonel

. None

caow

9. How would you rate your career progress?
a. Ahead of personal expectations
b. Meeting expectations
c. Behlnd expectatlons

10. Based on the above definition of mentcring, have you had a mentor
during your milltary career?

a. vyes

b. no

IF YOUR ANSWER TO QUESTION 10 IS “NO" SKIP TO QUESTION 24.

11. During what tilme perlod(s) In your career dld you have a mentor?
a. first five years
b. flfth through tenth years
c. tenth through fifteenth years
d. flfteenth to present
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12. Where was(were) your mentor(s), organizationally?
a. Immedlate supervisor
b. squadron commander
c. wlng commander

d. general cofflicer

e. outside supervisory chain

13. What was the Impact of the mentor relationsalp on your career?
a. algnificant
b. moderate
c. slight
d. none

The following are some of the roles of a mentor. For each role
indicate the extent played by your mentor<is).

A. slanficant

B. moderate

C. slight
D. none
14.___ _ Teacher
15. Guide to the "unwritten ruies" of the organization
16. Advlsor/counselor
i7. Sponsor
i8. Supporter of protege’s plans/ldeas
19.____ Facilitator of adjustment lnto organization
20. Mot lvator
21. Protector/buffer for protege
22. Role model
23. Communication link to/from senlor management

24. VWould you I ave deslred a mentor?

a. yes
b. no
c. N/A
25. Has the lack of a mentor negatively affected your career?
a. ves
b. noc
c. N/A

YU AS A MENTOR

26. Have you been a mentor at some tlme during your career?
a. yes
b. no

1F YOUR ANSWER TO QUESTION 26 IS "NO* SXIP TO QUESTION 34.
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27. How do you percelve the impact of the mentoring relatlonship(s)
on the protege’s career progress?

a. slgnificant Impact

b. moderate lmpact

c. 3sllght Impact

d. none

wWhat was the Impact of the relationshlp(s) on the protege In
these speciflc areag?

A. signiflcant
B. moderate
C. siight
D. none
28. Performance .mprovement
29. Leadership development
30. Career progresg
31. Professlional development
32, { rganlzational effectliveness
33. Retention

FORMAL OR INFORMAL MENTORING PROGEAM?

34. Should the mentoring of junior offlicers be formallzed throughout
the Alr Force?

a. ves

b. no

Pleage explain:

35. If so, should Junlor offlicers be assigned a mentor?

a. yes
b. no
36, 1f a formalized mentoring program ls developed should it be a

part of the Officer Evaluatlon System, Offlcers Career Objective
Statement (AF Form 90), etc.?

a. ves
b. no
Comments

37. Shouid mentoring within the Alr Force continue to be informail?

a. yes
b. no
Comments:
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i
. 38. I1f informal, <ehould the Alr Force implement a program of
o educatlion and Information about mentoring?
v a. YyYyes
b. no
: | Comments:
|
| | Addltlional recommendatlons/commentsa:
b
i
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Appendix B: The Survey Questionnaliie used for

Squadron Offlcers School

& CONFIDENTIAL SURVEY OF JUNIOR OFFICERS TO DETERMINE THE POTENTIAL OF
DEVELOPING A MENTCRING PROGRAM IN THE AIR FORCE

Alr Unlverslty Survey Control Number:90-06 (explres 7 Dec 90)

SURVEY PURP(OSES - Determline extent of mentoring In the Alr Force
- Galn respondents’ lnsights concerning mentoring
- Determine feasibllilty of an AF mentorlng program

DEFINITION OF KEY TERMS

1. MENTORING: A gupportlve relatlonshlp between a senicr and
Junlor member of the organlzation whereln the senlor member
counsels, coaches, teaches, or provides feedback to the
Junior member aimed at career and/or personal development.

2. MENTOR: Tre senlor member of the relationship. A mentor may
be inside or outslide of the organlzatlon/supervisory chaln.

3. PROTEGE: The junlor member of the relatlonship.

INSTRUCTIONS: Thank you for particlpating In this research eftort.

A. TIME REQUIRED: Approxlmately 15 mlnutes

B. ANSWER SHEET: Name and SSAN not requlred-mark responses only.
Carefully transfer your respongses tu answer sheet using number 2
pencll and place answer shee! inslide of survey. Some questions may
have more than one answer.

C. APPLICABLE: To USAF offlcers only.

1. What |8 your current rank?
a. captaln

b. flrst lleutenant

c¢. second lleutenant

2. Are you male or female?
a. male
b. female

3. Race/ethniclty?

a. Caucagian

b. Black .
c. Hlgpanic

d. Other
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5 4. Source of Commission?
j a. AF Academy

: b. OTS
P c. ROTC
1 - d. Other

5. Aeronautical ratling?

; : a. pllot

r N v. navigator
. ¢. non-rated

g

! 6. What s your current asslignment?
Headquarters USAF or higher
MAJCCM

NAF/DIV

VWwing or below

QU

|
» YQU AS THE PROTEGE

|
! gy 7. Based on the above deflnltlon of mentorling, have you had a mentor
. during your milltary career?

: | a. yes

oo b. no

l._: IF YOUR ANSWER TO QUESTION 7 IS "NG* SXIP TO GQUESTION 20.

|

|

1
|
o 8. Where was{were) your mentor(s), organizatlonally?
; a. Immediate supervisor

b squadron commander
! : c wing commander
v } d. general offlcer

e outside supervisory chaln

9. What was the Impact of the mentor relatlonshlip on your career?
; ! a. slignificant
P b. moderate
o c. slight
i d. none

; { - The fpllowlng are some of the roles of a mentor. For each role
: Indicate the extent piayed by your wmentori{s),

A. slgnficant
B. moderate
C. s3sllight

D. none

-



L 10.__ Teacher

i1, Gulde to the "unwritten ruies" of the organlzation
: 12._ Advisor/counselor
o 13.____ Sponsor
P 14. Supporter of protege’s plans/ldeas
; i 15. _Facliltator of adjJustment [nto organization
- 16. Mot ivator
o 17. Protector/buffer for protege
. 18. Roie model
i-. 19, Communication link to/from senlor management

] 20. Would you have desired a mentor?

3‘; a. yes

| b. no

B c. N/A .
|

!.: 21. Has the lack of a mentor negatlively affected your career?

|1 a. yes

| ! b. no

) c. N/A

|

X0U AS A MENTOR

i 22. Have you been a mentor at some time durlng your career?
; a. vyes
! b. nc

IF YCUR ANSWER TO QUESTION 22 IS "NO" SKIP TO QUESTION 30.

oo 23. How do you perceive the lmpact of the mentcering relatlonshlp(s)
! on the protege’s career progress?

P a. signiflcant lmpact

b moderate impact

¢, Siight lmpact

d none

What was the Impact of the relatlonshlp(s) on the protege in
these gspeciflic areas?

A. slgnificant

B. moderate
| C. sllight .
? D. none
! 24. Performance Improvement -
| 25. Leadership develupmen’

o 26. Career progress
. 27. ______Professlional development
’ 28, Organlzational effectlveness
29. _ _ Retention
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FQRMAL OR INFORMAL MENTORING PROGRAM?

30. Should the mentoring of Jjunlor offlcers be formallzeu throughout
the Alr Force?

a. yes

b. no

Please explain:

" 31. If so, should junlior officers be assigned a mentor?

a. vyes
b. no
32. If a formallzed mentoring program s developed should it be a

part of the Officer Evaluation System, Offlcers Career Objective
Statement (AF Form 90>, etc.?

a. yes
b. no
Comments

33. Should mentoring wlthin the Alr Force contlnue to be informal?
a. yes
b. no
Comments:

34. If Informal, should the Alr Force Impiement a program ot
education and Information about mentoring?

a. yes

b. no

Comments:
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Appendix C: Alr War College Regponge Summacy

Q1 Current Rank
i Freq Pct V Pct
.
) 1 1 1.2 1.2
co 2 22 25.9 25.9
i 3 61 71.8 71.8
| 4 1 1.2 1.2
! Total 85 100.0 100.9
N
|
! Q2 Male or Female
% Fregq Pct V Pct
{ 1 ail 9.3 95.3
| 2 3 3.5 3.5
o4 3 1 1.2 1.2
o Total 85 100.0 100.0
N
| Q3 Race/Ethniclty
o Freg Pct V Pct
> ‘
. 1 81 95.3 95.3
; 2 3 3.5 3.5
. Total ~ 85 100.0 100.0
? f (4 Source of Commission
L
B Freg Pct VvV Pct
.
{ 1 i4 16.5 16.5
| 2 27 31.8 31.8
3 41 48.2 48.2
4 3 3.5 P
Toial 85 100.0 100.0
|
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Qs

Q6

Q7

Q8

Rating

Freq Pct V Pct
1 36 42.4 42.4
A 7 8.2 8.2
3 41 48.2 48.2
4 i 1.2 1.2
Tota! 85 100.0 100.0
Current Assignment

Freq Pct V Pct
1 Q 10.%6 11.7
2 29 34.1 37.7
3 12 14.1 1E.6
4 27 31.8 35.1
- 8 9.4 misslna
Total 85 100.0 100.0
Previous Assignment

Freq Pct V Pct
1 21 24.7 24.7
2 23 27.1 27 .1
3 > 10.6 10.6
4 332 37.6 37.6
Total 85 100.0 100.0
BTZ Promotions

Freq Pct V Pct
1 14 16.5 16.5
2 27 31.8 31.8
3 44 5i.b 1.8
Total 85 100.0 100.0
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i Q9 Career Progress

Freq Pct V Pct
i i8 21.2 21.2
2 51 60.0 60.0
3 15 i7.6 17.6
4
T

—A 1.2 1.2
otal 85 100.0 100.0

2310 Have you had a Mentor?

Freq Pct ¥ Pot
1 23 27.1 27.1
2 ¥4 12.2 72.9
Total 85 100.0 100.0

Qit Tlme Perlods of Mentor

L V Pct
5 12.0
8 40.0
2 28.0
9
0

Freq Pc
1 3 3
2 10 11
; 3 7 8
4 5

5
(o]0, 0.6
Total BS 100

20.0
missing
100.0

Q12 Mentor Organlzatlionally

Freq Pct YV Pct
10 11.8
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o Q13 Impact of Mentor on

Freq
14
7
1
2
61

[ -V S N g

Career

Pct
16.5
80

1
2.
71.8

V Pct
58.3
29.2

8.3
missling

! Total 85

| Q14 Mentor as Teacher

| Freq
13

6

4

1
61

b ON -

2
.2
4
0

100.

100.0

V Pct
54.2
25.0
16.7
4,2

I Total 85

|
|

i | Q15 Mentor as Guide
1

Freq
5
14
4
1
el

Lok 2 00—

100.0

V Pct
20.8
58.3
16.7

4.2
missing

Total 85

Freg
1 13
2 G
3 2
- &1l

Qie Mentor as Advisor/Counselor

Pct
16.3
10.6
2.4

71.8

100.0

V Pct
S54.2
37.5
8.3
missing

Total 85

100.0
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o Qi7 Mentor as Sponsor

b Freq Pct vV Pct
, | i B8 9.4 34.8
P 2 7 8.2 30.4
b 3 5 5.9 21.7
: 4 3 3.5 13.0
P - YA 12,9 missing
i | Total 85 100.0 100.0
.
oo gis8 Mentor as Supporter
i t
C Freq Pct V Pct
y i 1 8 9.4 33.3
E 2 10 11.8 41.7
’ ' 3 S 5.9 20.8
. 4 1 1.2 4.2
| ! - 61 1.8 misaing
P : Total 85 100.0 100.0
.
i ”i Q19 Mentor as Faclllitator
i ' Freq Pct V Pct
) 1 4 4.7 17.4
| | 2 9 10.6 39.1
! ! 3 3 3.5 13.0
i 4 7 8.2 30.4
. - 62 0000 72.9  missing
? ’ Total 85 100.0 100.0
P
5‘ |
| ! Q20 Mentor as Motlvator
: Freq Pct V Pct
L 1 11 12.9 47.8
- 2 6 7.1 26.1
o 3 4 4.7 17.4
| 4 2 2.4 8.7
' - 62 2.9 missing
' Tctal 85 100.0 100.0
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az21

Q22

Q24

Mentor ds Protector/Buffer

Freqg Pct V Pct
i 5 5.9 21.7
2 6 7.1 26.1
3 8 .4 34.8
4 4 4.7 17.4
- (YA 72.9 mi:
Total 85 100.0 100.0
Mentor as Role Model

Freq Pct V Pct
i 12 14.1 £2.5
2 8 9.4 34.8
3 3 3.5 13.0
- 62 72.92 missing
Total 85 100.0 100.0
Mentor as Communication Link

Freq Pct V Pct
1 7 8.2 30.4
2 Q? 10.6 3%.1
3 3 3.5 13.0
4 4 4.7 17.4
- 62 72.9
Tota! 85 100.0 100.0
Desired a Mentor

Freq Pct V Pct
1 50 58.8 6.2
2 29 34.1 34.9
3 4 4.7 4.8
- 2 2.4
Total 85 100.0 100.0
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Q25

Q26

Q27

Qz8

Lack of Mentor Negatlive Career Effect

WK

Total

1
2

Total

bW

Fregq Pct V Pct

23 27.1 27.7

43 50.6 51.8

17 20.0 20.5
& 2.4 milgsling

85 100.0 100.0

Have You Been a Mentor

Freq Pct V Pct

27 31.8 33.7

53 62.4 66.2

5 5,9 misgsing

B85S 100.0 100.0

Impact of Mentoring on Career

Freq Pct V Pct

5 5.9 17.9

15 17.6 53.56

7 8.2 25.0

1 1.2 3.6
57 67.1_ mlssing

85 100.0 i00.0

Total

Impact on Proteges Performance Improvement

Freg Pct V Pct
Q 10.6 32.1
12 14.1 42.9
5 5.9 17.9
2 2.4 7.1
7 o7.1 migsing
85 100.0 100.0
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Q29

Q30

as1

Q32

impact on Proteges Leadershlp Development

Freq Pct V Pct
1 8 9.4 28.6
2 15 17.6 53.6
3 3 3.5 i0.7
4 2 2.4 7.1
- o7 67 .1 mlsslng .
Total 85 16C6.0 100.0
Impact on Proteges Career Progress

Freq Pct V Pct
1 6 7.1 21.4
2 13 15.3 46.4
3 7 8.2 25.0
4 2 2.4 7.1
- oT 7.1
Total 85 100.0 100.0

Impact on Proteges Professional Development

Freq
1 5
2 17
3 4
4 1
Tota! 85

Pct V Pct
5.9 18.5
20.0 63.0-
4.7 14.8
1.2 3.7
— 68,2 = missipg
100.0 100.0

Impact on Proteges Organizatlional Deveiopment

Freq
11
i1

5

1
- ¥4

B NN Vg

Pct

12.9

12.9
5

Tetal 85

.9
1.2
0

100.
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V Pct
39.3
39.3
17.9
3.6

100.0




Q33

Q34

Q3s

Q36

Impact on Proteges Retention

Freq Pct V Pct
1 6 7.1 22.2
2 i3 16.3 48.1
3 5 5.9 18.5
4 3 3.5 i1.1
- 58 68.2 mlssing
Total 85 100.0 100.G

Mentoring be Formallzed

Fregq Pct V Pct
b 16 18.8 20.8
2 61 71.8 79.2
- 8 2.4
Total 85 100.0 100.0

Junlor Offlcers Assligned a Mentor

Freq Pct V Pct
1 12 14.1 i9.4
2 50 58.8 80.6
- 23 27.1
Total 85 100.0 100.0

Formal Mentorling Part of OES

Freqg Pct V Pct
1 i1 12.9 14.7
2 64 75.3 85.3
- 10 11.98 mlssing

Total 85 100.0 100.0




?J Q37 Mentoring Stay ‘nformal

: Freg Pct V Pct
i 1 (2] 76.5 86.7
b 2 i0 11.8 13.3
- - 10 11.8 misaing
[ . Total 85 100.0 100.0
Lo
N
5: * Q38 Education/Information about Mentoring
f Freq Pct V Pct
: 1 33 38.8 45.8
' 2 39 45.9 54.2
- i3 19.2 migsing
Total 85 100.0 100.0
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Appendix D:

Q1

Q2

Q3

Q4

Current Rank

Freq Pct V Pct
4 96 97.0 100.0
- 3 3.0 missing
Total 99 100.0 100.0
Male or Female

Freq Pct V Pct
1 85 85.9 87.6
2 12 12.1 12.4
- 2 2.0 misgsing
Total 99 100. 100.0
Race/Ethnliclty

Freq Pct V Pct
1 87 87.9 90.6
2 6 6.1 6.3
4 3 3.0 3.1
- 3 3.0 mlg=sing
Total 99 100.0 100.0
Source of Comm!ssion

Freg Pct V Pct
1 21 21.2 23.3
2 20 20.2 22.2
3 45 45.5 5.0
4 4 4.0 4.4
- 9 9.9 missing
Total 99 100.0 100.0

o2




kI

Q5

Q6

a7

as

Ratling

Freqg Pct V Pct
i 27 27.3 28.7
2 i5 15.2 i6.0
3 52 52.5 55.3
- 5 5.1 missing
Total 99 100.0 100.0
Current Assignment

Freg Pct V Pct
1 7 7.1 8.0
2 17 17.2 19.5
3 11 11.1 12/6
4 52 52.5 59.8
- 12 12.1 missing
Total 99 100.0 106.0
Previoug Agssignment

Freq Pct V Pct
1 13 13.1 i4.0
2 21 21.2 22.6
3 10 10.1 10.8
4 49 49.5 52.7
- —_6 —
Total 99 100.0 100.0
BTZ Promotlons

Freg Pct V Pct
i 9 9.1 9.5
2 1 1.0 1.4
3 1 1.0 1.1
4 83 83.8 87.4
5 1 1.0 1.1
- _i—.——_—— —
Totai 99 100.0 100.0
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e s ——

Q9

Q10

Q11

Q12

Career Progress

Freq Pct V Pct
1 Q 9.1 9.4
2 76 76.8 79.2
3 11 11 .1 i1.5
- 3. 3.0 nissing
Total 99 100.0 100.0

Have you had a Mentor?

Freq Pct V Pct
1 32 32.3 33.0
2 65 65.7 67.0
- —_— 2,0 @ mlissing
Total 99 100.0 100.0

Time Periods of Mentor

Freg Pet V Pct
1 11 11.1 32.4
2 15 16.2 44.1
3 7 7.1 20.6
4 1 1.0 2.9
- 65 69.7
Total 99 100.0 100.0

Mentor Organtzatlionally

Freg Pct YV Pct
1 21 21.2 61.8
2 ) 5.1 14.7
3 5 5.1 14.7
4 2 2.0 5.9
5 i 1.0 2.9
- 65 65,7 _migsling
Total 99 100.0 100.0
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Q13

Qi4

Q15

£
1))

Impact of Mentor on Career

Freq Pct V Pct
1 13 13.1 38.2
2 17 17.2 50.0
3 3 3.0 8.8
4 i 1.0 2.9
- 65 €5.7 mlssina
Total 99 i0Q.C 100.90
Mentor as Teacher

Freq Pct vV Pct
1 13 13.1 38.2
2 12 12.1 36.3
3 7 7.1 20.6
4 2 2.0 5.9
- 65 65.7 miszlng
Total 99 100.0 ioc.0
Mentor as Gulde

Freq Pct ¢ Pct
1 12 i2.! 36.4
2 10 10.1 30.3
3 Q9 9.1 27.3
4 2 2.0 6.1
- (<14 €6.7 mlazalng
Total 99 100.0 100.0
Mentocr as Advisco/Counselo

Freq Pct V Pct
1 17 17.2 51.5
2 13 13.1 39.4
3 2 3.0 9.1
Total 99 100.0 100.0
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! Q17 Mentor as Sponsor

P Freq Pct V Pct
'.
;‘-1 1 6 6.1 18.2
Lo 2 9 9.1 27.3
b ) 5 5.1 15.2
. 4 i3 13.1 39.4
| - 66 66,7 _ mlssing.
o Total 99 i00.0 100.0
N
P
i Qi Mentor as Supporter
3 } Freq Pct V Pct
! ») 1 10 10.1 30.3
. 2 15 15.2 45.5
o 3 6 c.1 18.2
| 4 2 2.0 6.1
P - 66 676 nigsling
o Total 99 100.0 100.0
3
|
I
g Q19 Mentor as Facilltatoer
P
| i Freq Pct V Pct
P 1 7 7.1 21.2
. 2 8 8.1 24.2
| 3 6 6.1 13.2
| 4 12 12.1 36.4
i Total 99 100.0 100.0
} Q20 Mentor as Motlvator
i Freg Pct V Pct
) 1 17 17.2 51.5
? 2 7 71 21.2
! 3 8 8.1 24.2
' 4 1 1.0 3.0
T Total 99 100.0 100.0
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Q21

Q22

Q23

Total

Mentor as Protector/Buffer

Freqg Pct V Pct
1 7 7.1 21.9
2 6 6.1 18.8
3 8 8.1 25,0
4 11 11.1 34.4
- 67 67.7 _missing
Total 99 100.0 100.0

Mentor as Role Model

Freq Pct V Pct
] 19 19.2 59.4
2 9 9.1 28.1
3 3 3.0 9.4
4 1 1.0 3.1
- (¥4 67.7
Total 99 100.0 100.0

Mentor as Communlcatlion Link

Freq Pct V Pct
1 8 8.1 24.2
2 9 9.1 27.3
3 12 12.1 36.4
4 4 4.0 12.1
- e 66,7 @ missipag
Total $9 £00.0 100.0

Desired a Mentor

Freq Pct V Pct
1 42 42.4 46 .2
2 32 32.3 35.2
3 16 16.2 17.6
4 i 1.0 1.1

- 8 _ 8.1 migsing
g9 100.0 100.0
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Q25

Q26

Q27

Q28

Lack of Mentor HN~gative Career Effect

Freq Pct V Pct
i 17 17.2 18.9
2 418 48.5 53.3
3 24 24.2 26.7
4 1 1.0 1.1
- 9 2.4
Total 99 100.0 100.0
Have You Been a Mentor

Freq Pct V Pct
1 30 30.3 32.6
2 62 62.6 67.4
- 7 7.1 migssing
Total 99 100.0 100.0
Impact of Mentoring on Career

Freq Pct V Pct
1 12 i2.1 35.3
2 16 16.2 47.%
3 5 5.1 14.7
4 1 1.0 2.9

L8 65,7  missing

Total 99

100.0

Impact on Proteges Performance Improvement

Freg Pct V Pct
i ii 11.1 35.5
2 14 14.14 45.2
3 S 5.1 16.1
4 1 1.0 3.2
- 68 68.7 nizssing
Total 99 100.0 100.0
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Q29

Q30

Q32

Impact on Proteges Leadershlip Development

Freq Pct V Pct
1 7 7.1 23.3
2 i8 18.2 60.0
3 4 4.0 13.3
4 1 1.0 3.3
- e9 62. 7 _issing
Total 99 100.0 100.0

Impact on Proteges Career Progress

Freq Pct V Pct
i 6 6.1 19.4
2 16 16.2 51.6
3 ? 7.1 22.6
4 2 2.0 6.5
- 68 68.7 nisslog
Total 99 100.0 i00.0

Impact on Proteges Professlional Development

Freq Pct V Pct
1 9 9.1 30.0
2 i4 14.1 46.7
3 7 7.1 23.3
- £9 82,7 missipna .
Total 99 100.0 100.0

Impact on Proteges Organlizational Development

Freq Pct VvV Pct
1 11 1i.1 37.9
2 11 11.1 37.9
3 7 7.1 24.1
- 70 70.7
Total 99 100.0 100.0
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Q33 Impact on Proteges Retention

? ‘ Freg Pct V Pct
g | 1 9 9.1 27.3
- 2 10 - 10.1 30.3
r | 3 8 8.1 24.2
| 4 6 6.1 18.2
- - 686 66,7 mlgsing
{ ? Tota! 9% 100.0 100.0
-
o
i : Q34 Mentoring be Formalized .
[ : Freq Pct vV Pet
)
| 1 24 24.2 24,7
i | 2 73 73.7 75.3
L - 2 2.0 migzslng
o Total 99 100.0 160.0
i O Q35 Junlor Officers Asslgned a Mentor
|
.i Freg Pct V Pct
| !
- 1 12 14.1 19.4
o 2 50 58.8 80.6
P_ - 23 o7.1 mlssing
E ‘ Total 85 100.0 100.0
|
L
I
_E Q36 Formal Mentorling Part of OES
: Freq Pct V Pct
o 1 15 15.2 18.5
| 2 66 66.7 81.5 .
‘ - 18 - PO __——__-1-8—!-2—“_. . —mal‘ng—'
| Total 99 igo.0 100.0
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Q37

ase

Mentorlng Stay Informal

Freqg Pct ¥ Pct
i 63 63.6 £8.5
2 29 29.3 31.5
- .L ?.1
Total 99 100.0 i00.0

Educatlon/Informatlion about Mentorling

Freg Pct V Pct
1 46 45.9 52.3
2 42 42.4 47.7
- 11 0 11.i @ missing
Total 99 100.0 {00.0
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Appendix E: Sauadron Officec School Respopge Summary

;i Q1 Current Rank
|
3 Freq Pct vV Pct
N i 261 98.5 99.6
'| 3 1 .4 .4
f - 3 1.1 nissing
L Total 265 100.0 100.0
I
P
P
i} Q2 Male or Female ’
]
Ef Freg Pct V Pct
| { 232 87.5 87.9
5 2 32 12.1 12.1
|E - 1 4 mlssinag
N Total 265 100.0 100.0
i
!! Q3 Race/Ethnlclty
-
ii Freq Pct V Pct
;|
b 1 237 89. 4 89.8
L 2 12 4.5 4.5
- 3 11 4.2 4.2
{ 4 4 1.5 1.5
b - 1 .4 miaging
P Total 2695 100.0 100.0
[
{j Q4 Source of Commlsslion
:';'_l
ﬁi Freq Pct V Pct
X 1 35 13.2 13.4
- 2 92 34.7 35.1
o 3 113 42.6 43.1 .
a 4 22 8.3 8.4

i - 3 i.i __ __missing
o Total 265 100.0 100.0




——

a5

a6

Q7

Q8

Rating

Freg Pct V Pct
1 61 23.0 23.3
2 28 10.6 10.7
3 172 64.9 55.6
4 1 .4 .4
- 3 1.3 missing
Total 265 100.0 106.0
Current Assignment

Freq Pct V Pct
1 53 2.3 2.3
2 33 12.5 12.86
3 14 5.3 5.3
4 209 7.9 79.8
- 3 1.1 missing
Total 285 100.0 100.0
Had a Mentor

Freq Pct vV Pct
1 12 45.3 46.2
2 140 52.8 5..8
- S 1.9 missing
Total 265 100.0 100.0
Where was Mentor

Freq Pct V Pct
1 68 25.7 54.4
2 29 10.9 23.2
3 6 2.3 4.8
4 i .4 .8
S 21 7.9 16.8
- 140 9
‘fotal! 265 100.C 100.0




Q9 Impact of Mentor on Career

:| Freq Pct V Pct
| 1 57 21.5 46.7
: 2 52 19.6 42.6
] 3 11 4.2 9.0
. 4 i .4 .8
» 5 1 4 .8
}I - -m.——._
e Total 2865 100.0 100¢.0
b
.
;i Q10 Mentor as a Teacher .
éf Fregq Pct V Pct
- { 54 20.4 44.6
. 2 48 18.1 39.7
. 3 17 6.4 14.0
pJ 4 2 8 1.7
. Total 265 100.0 100.0
|
2
[
! 011 Mentor as a Gulde
o
15 Freq Pct V Pct
?5 1 46 17.4 38.7
P 2 41 15.5 34.5
D 3 30 11.3 25.2
: 4 2 .8 1.7
o - 146 55.1 nissling
- | Total 265 190.0 100.0
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Q12

Q13

Q14

Mentor as Advisor/Counselor

Mentor

Mentor

bW -

Total

Fregqg Pct V Pct
53 20.0 44,2
45 17.0 37.5
21 7.9 i7.5

1 .4 .8

145 54,7 migsing

265 10C.0 in0.0

as Sponsor

Freq Pct V Pct
12 4.5 9.8
32 12.1 26.2
35 13.2 28.7
43 16.2 35.2
143 54.0 missing

265 100.0 100.0

as Supporier

Freq Pct V Pct
30 11.3 24.6
57 21.5 46.7
26 9.8 21.3

9 3.4 7.4

143 54.0 migsing

265 100.0 100.0
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015

Qie

Mentor

T W -

Total

Mentor

[NV

Total

as a Faclillitator

Freg Pct V Pct
29 10.9 24.0
39 14.7 32.2
38 14,3 31.4
15 S.7 12.4
144 54.3 missing

265 100.0 10G.0
as Motivator

Freq Pct vV Pct ’
s2 19.6 42.6
49 18.5 40.2
17 §.4 13.9
4 1.5 3.3
142 54,0 migsing

265 100.0 100.0
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Q17

Q18

Q19

Q20

Mentor as Protector/Buf fer

Freq Pct V Pct
1 29 10.9 24.0
2 37 14.0 30.6
3 32 12.1 26.4
4 23 8.7 19.0
- 144 4.3 misglng
Total 265 100.0 160.0

Mentor as Role Model

Freq Pct vV Pct
1 56 21.1 45,9
2 48 18.1 39.3
3 12 4.5 9.8
4 6 2.3 4.9
- 143 54.0 miasing
Total 265 io0.0 100.0

Mentor as Communlcatlion Link

Freq Pct V Pct
1 33 12.95 27.0
2 46 17.4 37.7
3 26 9.8 21.3
4 17 6.4 13.9
- 143 94.0 mlissing
Total 265 100.0 100.0

Deslred a Mentor

Freg Pct Vv Pct
1 159 60.0 60.7
2 63 23.8 24.0
3 40 15.1 16.3
- 3 1.1 nissing
Total 265 0.0 100.0




1i Q21 Lack of Mentor Negatively Affected Career

| Freq Pct vV Pct
. 1 21 7.9 8.1
| 2 139 52.5 53.5
i 3 100 37.7 38.5
;- - D 1.9 misging
55 Total 265 100.0 i00.0
I
N
| Q22 Have YHu Been a Mentor
i .
ii freq Pct V Pct )
| 1 82 30.9 31.5
P A 177 66.8 68.1
:I 3 1 .4 .4
! ~ 2 1.0 missing
i‘! Total 265 100.0 100.0
i
i
%j Q23 Iinpact of Mentor on Proteges Ca.eer
L3N
e Freq Pct V Pct
R
}}i'l\l i 21 7.9 22.8
EF 2 59 22.3 64.1
U 3 11 4.2 12.0
5; 4 1 4 1.1
Pl -
| Total 265 100.0 100.0
2
i_- nz24 Impact on Proteges Performance
i i Freqg Pct V Pct
o 1 28 10.6 32.9 .
i" 2 44 16.6 51.8
. 3 o 3.0 9.4
| 4 5 1.9 5.9 .
| - 180 0 67,9  ;igsins
Total 265 1G0.0 100.0
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az5

Q26

Q27

028

Impact on Proteges Leadership Development

Impact

Impact

I BWN —

Total

Impact

b W

Total

Freq Pct V Pct
21 7.9 25.3
39 14.7 47.0
21 7.9 25.3

2 .8 2.4

182 €8.7

265 100.0 100.0

on Proteges Career Progress
Freq Pct V Pct
20 7.5 24.4
36 13.6 43.9
19 7.2 23.2
7 2.6 B.5
183 692.1
265 100.0 100.0

on Proteges Professional Development
Freq Pct V Pct
21 7.9 25.3
43 16.2 51.8
18 6.8 21.7
1 .4 1.2
182 6€8.7 missalna
265 100.0 100.0

on Proteges Organlzatlional

Fregq Pct V Pct
28 10.6 33.7
36 13.6 43.4
17 6.4 20.5
2 .8 2.4

182 68,7

265 100.0 100.0
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Q29 Impact on Proteges Retention

| Freq Pct V Pct
P i 13 4.9 15.9
P 2 34 12.8 41.5
o 3 24 9.1 29.3
o 4 11 4.2 13.4
.": - -m——_———__._ﬂ_l_l__—___mmg
f ) Total 265 160.0 100.0
.
| % Q30 Should Mentoring Be Formalized
| Freq Pct V Pct .
; 1 &9 26.0 27.1
L 2 185 69.8 72.5
| 3 1 .4 .4
! - 10 3.8 missing
! Total 265 100.0 100.0
s
? Q31 Should Junlor Officers be Assigned a Mentor
E 1 Freq Pct V Pct
, 1 63 23.8 29.3
; 2 152 57.4 70.7
| - 50 0 18,2 _ missing
| Total 265 100.0 100.0
i a32 Formal ized Mentoring Part of OES
o
§ : Freq Pct V Pct
o
_ 17. 18.4
' 1 45 7.0 8
| 2 198 74.7 81.1 .
; I 3 i A4 .4
; - 21 792  __misslng
Total 265 100. 100.0
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Q33

Q34

Mentorling Continue Informaily

1
2

Tota!

1
2
3

Total

Freq Pct V Pct
204 77.0 83.6
40 15.1 16.4
al ' mlgsing
265 100.0 100.9
Implement Program for Mentorling
Freq Pct V Pct
143 54.0 61.4
89 33.6 38.2
1 .4 .4
32 12.1 missing
265 100.0 100.0
7t
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